This paper focuses upon the effect of Temporary Help Agencies (THAs) on occupational mobility through a comparison of the job-to-job upgrading chances of THA and non-THA workers. A screening approach to the role of these labor "brokers" suggests that agency workers can expect greater upgrading chances between two different occupations. Results obtained from a sample of Spanish workers show that working through these intermediaries allows workers in intermediate occupational levels to avoid occupational demotions more easily than non-THA ones. Moreover, THAs improve the probability for high-skilled workers of achieving a permanent contract. The empirical analysis demonstrates that the existence of self-selection is an important explanation for increased occupational mobility among THA workers in Spain.
Introduction
Temporary Help Agencies 1 (THAs) offer employment contracts of a limited duration to jobseekers and assign them to client firms wishing to hire them to perform jobs of a temporary nature. The Spanish labour market reform in 1994 -which for the first time allowed those agencies to operate-has focused attention on these labour market intermediaries and their role in the functioning of this labour market, the one with the highest unemployment rate in Europe (almost 20% on average throughout the nineties). From then on, THA contracting has become a growing area, actually accounting for almost 16% of the total number of temporary contracts in Spain (see Table 1 ). Furthermore, the percentage of temporary contracts in Spain is the highest one in Europe: more than 30% of total workers throughout the nineties. Hence, the incidence of THAs in this labour market is of particular interest not only for politicians but also for labour economists.
Attempts to analyze this phenomenon are by no means lacking although THA work has been one of the most heated debates of recent years. Yet, research has not explained the role that these agencies play in relation to workers' careers. Career prospects of agency workers are either assumed or considered as a by-product of the pernicious social reality that these agencies are supposedly hiding. Indeed, the opponents to Temporary Help Agencies present as their main argument that the existence of these agencies exacerbates the inherent insecurities of the labour market 2 . Unlike this line of research, our main argument is that this intermediary may be viewed as a screening device within the structuring of the employment relationship. We focus on the effects of THA work on occupational mobility and compare them to non-THA workers. Our main argument is that THAs offer a unique screening device that matches the individual with the most appropriate skill-level to the job in question. This can help relatively high-qualified workers and, hence, they may use THAs as a way of signalling their quality, given the likely prospect of obtaining higher chances of upward occupational mobility through this signalling process. Thus, agency workers may be able to advance more quickly in their careers (in terms of both their occupational level and the type of contract held). It is with this issue that the present analysis is concerned. To conduct such an analysis, we investigate the question of the self-selection process underlying the decision to address to a THA to find a job. Those who choose to do so may be more able and/or more motivated than those who choose to rely on their own. Moreover, it may well be the case that workers apply to THAs only after direct methods to find a job have proved fruitless. Hence, self-selection is an important issue for our empirical approach which will be based on a switching model for occupational mobility. We specifically ask two questions: (i) Had they chosen not to address to a THA, what would be their performance?, and (ii) What would be the performance of non-THA workers had they decided to work through the agency?
To do so, we use a a recent data source, Social Security records, which provides complete employment histories of a sample of workers -some of whom work through THAs. We find support for a positive self-selection of THA workers belonging to the highest occupational category compared to non-THA individuals. Our empirical results show that highly qualified THA individuals would have enjoyed a much lower probability of access to permanent contracts had they chosen not to address to the agency. Our results also give support to a story of negative self-selection for THA individuals in the lowest occupational category. Individuals engaged through THA in this occupational group would have shown better performance -both in terms of access to permanent contracts and of avoiding occupational demotion-had they decided not to address to this intermediary. Finally, the effect of working through a THA for workers in an intermediate occupational level basically consists of a lower likelihood of having to accept new jobs with lower skill requirements.
To our knowledge, this is the first systematic analysis of career prospects associated to THA work. This important aspect of the labor market has been virtually ignored in the economic literature, mainly due to the absence of accurate databases to fill this gap. Intermediation of THA may affect worker employment prospects through three different ways: the time the worker needs to find a job, the quality of the job found or the future career prospects the THA is offering to the worker. The effect of THAs over the duration of both employment and unemployment spells is analyzed in García-Pérez and Muñoz-Bullón (2003). They find that although job tenure through THAs is lower than without these intermediaries, the main advantage offered for workers is that unemployment spells in between two jobs is shorter than for non-THA workers 3 . However, it is the latter issue, the one investigated in the present paper, which we consider to be the most relevant: the future career prospects of THA workers. This is also the first study on such an issue to take explicitly into account the possible existence of self-selection into THA-intermediated work by using a switching model. In addition, since upward movements along the occupational trajectory are generally accompanied by appropriate wage increments, our study is related to the extent to which workers engaged through these intermediaries have improved chances of increasing their labour earnings over time 4 . We organize the paper as follows. Firstly, we briefly offer some data on THA contracting in Spain, revise the motivations most frequently cited behind this phenomenon and present the predictions upon which the empirical research is conducted. Secondly, we describe the data and the econometric model used in our analysis. Thirdly, we present the empirical results. The last section puts forward our main conclusions.
The THA industry: A brief background
In Spain, THAs have only been under formal government regulation since the 1994 labour market reform. As labour market intermediaries, they connect labour demand and labour supply. Once hired by the THA, the worker is sent to render her services to a client firm, which agrees upon the provision of the worker by the THA. There exists a standard labour contract for a limited duration between the THA and the worker, and a commercial contract (called assignment contract) between the THA and the firm. Therefore, workers remain on the THA's payroll while working for the client firm, i.e., these workers become part of a triangular relationship between the worker, the THA and the firm in which the work is performed (see Muñoz-Bullón, 2002, or Muñoz-Bullón and Rodes, 2003) .
From the point of view of the worker, recent studies show that the large majority of workers choose a THA as a means to find permanent work and to supplement income during job search, while a minority prefer to stay as THA workers (Cohany, 1996 and 1998; Steinberg, 1994 and . In addition, it is reasonable to think that some individual job applicants would have fewer opportunities to obtain a range of potential jobs by their own (Belous, 1989) , and that some of them would appreciate the greater flexibility in scheduling that THA employment offers (Blank, 1998) .
Client firms adduce a variety of reasons when asked why they resort to agency workers. The first reason has to do with THA employment as a flexibility device in the face of fluctuating product demand. In addition, some companies want to Hence, workers are not being underclassified when they begin working through THAs. 4 In any case, due to the absence on wages, this paper does not ask the question related to the size of the returns to occupational mobility in terms of earnings and subsequent wage growth. buffer core employees from business fluctuations, when the production process is discontinued or plants or offices shut down. There is little doubt that agency and other forms of contingent employment do give managers this flexibility (Abraham, 1990; Blank, 1998; Houseman, 1997; Nollen, 1996) . The second reason has to do with a desire to reduce labour costs (especially fixed labour costs). If temporary workers are paid less than core employees, labour compensation goes down. In addition, client firms want to ease management tasks (administration, paper work and personnel services).
Those demand-side motivations have constituted the main focus in the literature of THAs. This popular view has found its way into much of the academic literature, where it is presented as a major reason for the rapid growth of contingent work (Abraham, 1988 ; Davis-Blake and Uzzi, 1993; Tsui, Pearce, Porter and Hite, 1995). Although obviously useful and important, these explanations are still a matter of controversy, since hard evidence on this issue is certainly difficult to come by. More importantly, although we are not questioning those studies, we regard them as incomplete. THAs not only provide "just-in-time" or contingent workers to firms under unplanned circumstances. Some firms outsource all the screening processes of some categories of workers to these agencies, so that every potential candidate must start working initially through a THA. Indeed, recent surveys indicate that client firms value THA contracting as a device to prospect among temporary workers for candidates who could be recruited to fill vacancies on a permanent basis (Ballantine and Ferguson, 1999; Houseman, 1997) . In these cases, THA employment will be basically determined by the incidence of the asymmetric information problem which both the THA screening services and the initial assignment through the THA (which, indeed, consists of a "probationary" assignment) are meant to solve. Hence, client firms will be able to realize savings in labour costs by not having to recruit or select candidates (tasks for which they may not have time or expertise).
How may THA work affect individual's opportunity for career advancement and future wages? Suppose that two otherwise identical individuals end up working in the same job of the same firm, but one of them placed by a THA and the other not. Will their career paths differ as a result of the different hiring procedures they have gone through? 5 To answer this question, we can consider an economy in which neither individuals -who differ in the comparative skills with which they can perform different jobs-nor the market knows workers' abilities, and where, in addition, firms act competitively and no intermediation by THAs were possible. In this context, given that promoting the individual constitutes a signal of high ability, the actual employer -who knows worker's ability after the first employment period-may prefer to inefficiently underpromote some of their 5 The term 'path' refers to the ability to increase one's labor earnings over time.
employees. Otherwise, the employer would have to pay a too high wage to the promoted workers, since competition for workers would lead the employer to pay their expected productivity given the assignment (Waldman, 1984) .
On the contrary, in a labour market with vertically-differentiated agents -i.e., good workers are good for any task-THAs act as a screening device available to firms. 6 They will only accept workers who are sufficiently good, so that the most productive individuals will be identified. Becoming a THA worker becomes, thus, a publicly available part of the individual's employment history: the ability certification by the THA reveals worker's quality and -as a result of the attenuation of information asymmetry among employers in the economy-the previously commented missasignment of workers to tasks can be confined. If the actual employer intended to underpromote some of the workers -exploiting, again, the private information on workers' true ability level-then the THA would have incentives to reassign the temporary worker to another firm, since other firms would bid for worker's services.
Available qualitative evidence suggests, indeed, that client firms especially appreciate the fact that THAs assume responsibility for staff selection, an often complex task which is all the more burdensome when short-term recruitment is involved (Bronstein, 1991) . Indeed, in some sectors, THAs represent the primary way to auditing and hiring new workers (Autor, 2001) . In this same vein, Houseman (1997) found that one-fifth of client firms in the US addressed to THAs as a source for future recruitment. 7 Thus, evidence confirms the notion that THAs generate employees with high productivity, suggesting that client firms regard agency workers as being more "reliable" than direct applications from prospective employees. In particular, hiring THA workers to monitor them and then to offer permanent positions only to those who perform well seems to have become a common strategy by client firms. This pre-selection role is likely to be an important determinant for high-skilled individuals to address to THAs. As opposed to lowskilled workers, they will face incentives to collect the gains from THA-work in terms of occupational mobility. Even though the majority of THA contracts are based on unskilled jobs (59 per cent in 1998) in Spain, THA workers are not in general badly educated. In 1998, 76% of THA contracts were held by individuals in possession of secondary or higher education, while only 64% of total registered contracts held this qualification level. 8 Therefore, one will expect this cohort of 6 Alternatively, in a labor market with costly search and horizontally-differentiated agents (i.e., with match-specific heterogeneity) THAs may also help to achieve an efficient assignment of workers to jobs. 7 The use of fixed-term labor contracts in general has also been presented as a source of candidates for permanent jobs. For instance, Abraham (1988) , found that 23 percent of firms that used "flexible" forms of employment intended to identify adequate candidates for permanent jobs 8 These figures come from the Spanish Ministry of Labor's statistical bulletin. Similarly, positively-selected THA individuals to be promoted out of low-level occupations and into higher-level occupations. Moreover, they can be expected to advance more quickly in their careers. However, people with lower than average skills will be more likely not to address to a THA because only the relatively more able will find it worthwhile to work through the agency. Among this pool of negatively-selected THA workers, other motivations rather than the screening services provided by the THA will be behind their contracting by the intermediary. This might occur, for instance, in replacement or substitution contracts, where urgency constitutes the main determinant of addressing to a THA, or when client firms are not hiring for jobs where tested ability is important (i.e., unskilled jobs). In those cases, screening may not constitute the main added value in the provided services by the THA, since client firms are not searching for candidates on a permanent basis.
Data and variables
The data source we use are work histories of 19,778 individuals who may or may not be working for a THA in some moment of their work history. This information was collected from administrative data belonging to Social Security records. The database has information on all employment (and non-employment) spells of workers in the sample, from 1990 to 1999. 9 The work history data provided includes information about the age and gender of workers, the occupation held, the region where the employment takes place. 11 The Appendix gives a complete description of the variables used in the estimation process.
We have dropped incomplete observations and kept only those workers affiliated to the General System (Régimen General) in order to circumvent the bias in our estimations that special systems like Agriculture, Fisheries, and so on would provoke. In order to achieve greater homogeneity, we also eliminate records that have terminated for reasons other than dismissals or ends of temporary contracts. 12 Moreover, we wanted to focus both on changes in occupational levels and on transitions from temporary to permanent contracts. Therefore, we removed every observed transition where the initial contract did not consist of a temporary one. Finally, given that in order to identify our model we use a variable indicating the proportion of THA contracts over the total of labour contracts and that no data for this variable was available prior to 1995, we have restricted our sample to those employment spells beginning from 1995 onwards. Of the initial 19,778 individuals, selection of valid observations led us to a final sample of 13,571 individuals (or 56,048 spells).
Following the example of other studies using data from Social Security records, 13 we have organized occupations into four groups: High, Upper-Intermediate, LowerIntermediate and Low Occupation. The specific categories within each group are detailed in the Appendix. We have also experimented with other ways of grouping the occupations. These alternative groupings also support our initial findings, although the results are to be seen most clearly when using our four-class classification. In addition, we have found that wage differences for this classification are also highly significant: 7.51% between the Low and Lower-Intermediate groups, 37.38% between the Lower-Intermediate and Upper-Intermediate groups, and 47.51% between the Upper-Intermediate and High ones. 14 Therefore, we expect a change in occupations between these four groups to be a quite important fact in the economic situation of the worker.
In our data we have a variable identifying the actual employer in each employment spell along with information about whether or not each employment spell is accomplished through a THA 15 . Each observation in our data is represented by a worker's change of job, either with the same employer or a new one. This means that those individuals actually working through a THA may in the following spell 11 Five zones are defined: Cataluña, Madrid, South, East and North. 12 In this database we cannot distinguish between these two different reasons for termination of the spell. 13 See, for instance, García-Fontes and Hopenhayn (1996), or García-Pérez (1997). 14 We would like to thank Samuel Bentolila and Olympia Bover for providing us with this information. 15 Each spell observed through a THA indicates in fact an employment contract with a client firm. However, we cannot identify whether after a THA spell, the worker begins working directly with the same client firm.
go on working through the same THA, change to work through a new THA, or be hired by a non-THA employer. Similarly, those individuals working directly for a firm (i.e., without a THA as intermediary) may in the following spell go on working for the same employer or for a different one.
Sample characteristics for each occupation group are presented in Table 2 . In the highest occupational level, THA workers are predominantly male (63.59%) and are more likely to be under 30 years-old than their non-THA counterparts; from Table 2 we also obtain that THA workers in the highest occupational level are much more likely to downgrade their skill level when moving from one job to another one than non-THA workers (only 42.86% of THA workers kept their occupation constant when changing jobs, compared to 86.22% of non-THA workers). However, THA workers present an easier access to permanent contracts. In the two intermediate groups, THA workers are more likely to be women and also to be younger than non-THA workers. Moreover, THA workers in the UpperIntermediate group are slightly more likely than the other group of individuals to upgrade their occupational status when moving between different employment spells (1.93% versus 1.80%) but less likely to find a permanent contract (4.42% versus 6.95%). Lower-Intermediate THA workers are more likely to maintain constant and avoid demotions than non-THA workers, but also less likely to achieve occupational upgrading or to get a permanent contract than their non-THA counterparts. Finally, Table 2 shows that occupational transitions within the Low category group are not very common, and that, when they occur, the collective of non-THA workers enjoy relatively easier access to upward mobility.
Econometric modelling
We want to know to what extent, given an occupation of origin, THA-intermediated work increases the likelihood of upward occupational mobility. Occupational change is defined to occur either when the occupational category in two successive employment spells is different or when a transition from a temporary to a permanent contract is observed. This two-fold concept -focusing on the occupational category and the type of contract-allows us to study both the shifts along the occupational trajectory and the important issue of whether THAs make easier the transition to a permanent contract. Therefore, it allows us to make a distinction between the types of contract held, which are not identifiable through occupational categories or codes. Specifically, individuals' job-to-job transitions will be studied through the use of an ordered categorical dependent variable taking values from 0 to 3, where value 0 represents the worst outcome -occupational demotion and both the actual contract and the following one are temporary-value 1 means maintaining the same occupational category and spells being temporary-temporary, value 2 reflects upward occupational mobility and spells being temporary-temporary, and, finally, value 3 represents a transition from a temporary contract to a permanent one no matter the change in the occupational level. Hence, we have estimated an ordered probit model on this dependent variable. 16 However, we cannot simply consider the effect of working for a THA as only that of another explanatory variable in the ordered probit model, since individual self-selection is potentially a concern (as explained in Section 2 above). One of the main reasons for addressing to a THA is the likelihood of upward occupational mobility after leaving the THA that the individual can enjoy due to the screening role the latter is playing in the labor market. The individual earns wages by gaining employment through the THA and acquires both skills and an ability certification by the THA which can enhance the individuals' chances of achieving a better job after leaving the intermediary. The cost the individual must undergo through the THA assignment process consists of the risk of not passing the minimum ability level required in the tests implemented by the THA, and, in case he does, the uncertainty associated to the likelihood of receiving only brief assignments by the THA interspersed with relatively long periods of unemployment (Bronstein, 1991) , or, for instance, the possibility of receiving lower wages than direct temporary hires by the client firm 17 . Therefore, individuals will only incur the costs associated to addressing to a THA if they think that after spending a part of their working life in a temporary assignment they can increase their chances of occupational upgrading, either through the access to a job with a higher occupational level or through eventually achieving a permanent contract. As a result, the unobservable characteristics which prompt individuals to apply to THAs may also be affecting their relative chances of promotion. Consequently, merely to control for the observable characteristics when explaining occupation changes is insufficient, since some additional process may be influencing those changes, namely, the factors that determine whether or not an individual works through a THA. The observed distribution of occupational changes will be influenced by this choice, and the use of standard regression techniques would lead to 16 We also estimated two different probit models, one for upward occupational mobility, and the other for downward occupational mobility across each job-to-job transition. Results do not significantly differ from the ones presented with the use of our ordered probit model. Moreover, although we have also applied an alternative multinomial specification, the hypothesis of independence of irrelevant alternatives is rejected. 17 Applying to a THA to find a job may, therefore, imply an opportunity cost for the workers. For instance, Blank (1998) found that the median THA worker receives only 63 percent of the wage received by full-time workers. In this sense, it may well be the case that workers decide to apply to THAs only after direct methods to find a job have proved fruitless. Consequently, the group of THA workers may be those who inherently have more difficulty in finding jobs by themselves.
inconsistent estimates of the parameters. 18 In order to analyze this issue, we propose a switching model which describes the choice of THA work along with occupation transitions under the assumption that the assignment of individuals to the two groups is by self-selection rather than by random assignment. The model can be summarized by two equations: a selection equation and an occupation equation. The selection equation is given by:
where z * is the difference between benefits and costs of addressing to a THA. A THA employment spell is observed if z * > 0, and a non-THA spell otherwise. Vector x s collects worker characteristics, and u s captures unobserved individual specific heterogeneity influencing both the decision of addressing to a THA and the one by the THA of hiring the worker.
The occupation equations -one for each possible selection choice-are given by:
where k = 1 denotes THA and k = 0 denotes non-THA. 19 That is, conditional on the individual's choice of THA versus non-THA work in each employment spell, occupational upgrading (i.e., a promotion through the occupational groups considered or through getting a permanent contract) may or may not be achieved. The choice of whether or not to apply to a THA enters endogenously into the occupation equations by estimating each equation conditional on the THA decision of the worker. This occupation equation is estimated by an ordered probit model with four possible outcomes depending on observed heterogeneity and the term u ck which captures the unobserved heterogeneity influencing the process of occupational mobility for both THA and non-THA workers. 20 The different cutpoints for the ordered dependent variable are represented by c 1j and c 0j where c 10 and c 00 are set equal to zero.
However, if x s does not contain at least one element that is excluded from the occupation equations, the model is not well identified. 21 Therefore, satisfactory 18 To be more precise, not only the worker's decision of whether or not to address to a THA to find a job needs to be taken into account. In addition, the THA decision of whether or not to hire the worker is also relevant, given that we observe the worker in a THA spell only if she has actually been hired by the THA. However, the database has no available information on individuals who addressed to THAs but who were not finally hired by them. 19 Each employment spell is independently considered for each individual. Hence, the same individual may have THA and non-THA observations. 20 Imposing that unobserved heterogeneity in both THA and non-THA processes is the same does not change the results, although the unique correlation coefficient can be better identified in this latter case. 21 Although, given the non-linearity of the model, it can also be just functionally identified.
identification requires data on factors that affect the value of addressing to a THA but do not directly affect occupation transitions. We have selected one variable from labour statistics that, given worker's characteristics, we consider to be unrelated to occupation changes but is still related to the switching behavior. This variable is the proportion of THA assignment contracts in each province and year over the total of temporary contracts. Whether a worker does or does not apply to a THA may well be correlated with the relative importance of THA contracts in the relevant province (so that as this number increases, more workers are likely to consider those intermediaries as potential employers). In addition, it is unlikely for THA to locate in areas with the greatest fraction of "upward mobile" workers, since the decision of where to geographically locate the THA premises will be rather expected to depend on the volume of client firms' demand at each location. Therefore, in the analyses below, we include this variable as another determinant of the selection equation, but we exclude it from the occupation equations.
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Hence, the switching model can be rewritten as:
where z * , y * 1 and y * 0 are given by equations (4.1) and (4.2) and Σ is the covariance matrix of the error terms. As usual in switching models, we are able to estimate the correlation coefficient between u s and u c1 and between u s and u c0 .
Empirical results

Comments on estimates
The estimations of the switching model for each occupational group are presented in Tables 3-6. The model with "endogenous THA use" accounts for self-selection, while the model with "exogenous THA use" imposes exogeneity of THA-intermediated work in the occupation equation -that is, it constrains the correlations between THA (ρ s1 ) and non-THA (ρ s0 ) error terms, respectively, and that of the selection equation to be equal to zero.
Some comments for the four groups of individuals can be made from the estimated selection equations. Age -a proxy for labor market experience-presents an important negative impact on the probability of working for a THA in any occupational group (except for the upper-intermediate one). That is, young people are much more likely to be working through THAs than other workers. As regard gender, THA workers are more likely to be men than women, except in the Upper-Intermediate occupation. However, the effect of gender changes with age. For instance, in the highest occupational group, it is only men under 41 years-old who are more likely to address THAs than women, while in the lowest category it is only men under 24 years-old who are relatively more attracted by THAs than women. In addition, workers in those Spanish provinces that have larger yearly proportions of THA contracts are more likely to work for THAs. Furthermore, workers are less likely to apply to THAs the larger the growth rate of the gross domestic product -which indicates that the THA business cycle dependence can be considered as countercyclical. The provincial unemployment rate has a significant positive impact for the two intermediate qualification groups -i.e., in provinces with higher unemployment, the likelihood of addressing to a THA is greater.
Occupation equations for each group reflect the impact of individual variables on the likelihood of occupational upgrading from the actual job to the following one. Estimated coefficients vary in both models due to the existence of endogeneity in the THA indicator. Given that for every qualification group at least one of the correlation coefficients between the selection and the occupation equations is significant, we keep attention only over the results which controls for endogenous THA use (Table 5) .
Age has a positive impact on the likelihood of occupational upgrading (except for the lowest occupational group). Therefore, older workers are more likely to upgrade their occupation, that is, they are more likely to achieve steeper wage improvements. The age profile is concave. The effect of gender depends on most cases on age. For instance, THA men above 50 years-old in the LowerIntermediate group and those above 30 years-old in the Low group are more likely than similar women to enjoy better promotion prospects.
We have also included the duration of the non-employment spell between two jobs as an explanatory variable. Two effects may be at work here. On the one hand, those who -while unemployed-face more rapid skill depreciation, might be more likely to accept a job requiring a qualification level below the ones of previously-held jobs. On the other hand, staying more time unemployed may allow the worker to increase her ability to look for better jobs, so that the likelihood of better matches could be increasing with the duration of the unemployment spell. We find that the net effect, when significant, is negative for all workers but those in the Low qualification group. That is, the skill depreciation effect dominates for all workers but those in the lowest one. Moreover, except for the Lower-Intermediate group, the effect is even more negative for THA workers, which could be due to the fact that unemployment represents a bad signal for those individuals (see García-Pérez and Muñoz-Bullón, 2003).
The effect of tenure on the job (i.e., the duration of the actual employment spell) is always positive, both for THA and non-THA individuals. As tenure in the current job increases, the accumulation of human capital can be larger and, therefore, the probability of upward occupational mobility is higher.
Looking at the unobserved characteristics, the signs of the correlations for selectivity allow us to draw interesting conclusions. The correction for sample selection gives a significant and positive estimate for the correlation coefficient in the occupation equation for THA workers in the High group. This indicates that expected occupational promotion of those highly qualified individuals who choose to work for a THA may be higher than that of a random individual from the entire sample for given characteristics. And, conversely, for THA workers in the Low occupational group the maximum likelihood gives a significant and negative sign for the correlation coefficient, which means that their expected occupational promotion prospects may be lower than the expected chances of upgrading for a random individual from the sample. There is, therefore, positive selection for THA workers in the highest occupational group and support for negative selection of THA workers in the lowest one. We return to this issue in the following section where we directly address the question whether individuals engaged through THAs would have performed as well as non-THA ones, had they decided to look for a job on their own.
Expected occupational promotion chances and self-selection
Interpretation of these results is easier by considering predicted probabilities of occupational upgrading (Tables 7a and 7b ). Table 7a reports unconditional probabilities taking into account the self-selection problem, while Table 7b does not. There are important differences between both models, which are attributed to the problem of self-selection. In the model with endogenous THA use, the likelihood of having to accept a new job with lower skill requirements is higher for non-THA workers but for the highest occupational group. However, a very important result is that the probability of attaining a permanent contract in this model is much larger for THA workers than for non-THA ones in the High occupational group: THA workers enjoy a 39.60% probability of achieving a permanent contract, as opposed to only 4.98% for non-THA ones. Another interesting finding is that not accounting for self-selection understates the differences between THA and non-THA workers in the High and Low groups: in the model with exogenous THA use, THA individuals in the High qualification category only attain permanent contracts with a 11.97% probability. Estimates of occupational promotion are also biased for the Low occupational groups when the potential self-selection is not taken into account, since non-THA workers only achieve permanent contracts with a 4.67% probability (as opposed to the 13.63% when correcting for self-selection) and keep constant their category with a 81.89 % probability (as opposed to the corrected probability of 65.25%).
Going one step further, we can work out what the predicted conditional probabilities would be, in order to study counterfactual scenarios. Our aim is to compare the probability of occupational upgrading of a THA worker conditional on having been engaged by a THA and its counterfactual, i.e., the probability of occupational upgrading if the worker had not been hired by a THA. Table 8 shows these estimated probabilities. In the first panel (Table 8a ) the upgrading probabilities, conditional on having been hired by a THA, are presented; in the second panel (Table 8b ) the ones conditional on not having been contracted by a THA are shown. In this table we have the contrafactual probability for a non-THA worker in the case she had been hired by a THA.
Upgrading and demotion probabilities of those hired by THAs can be compared to their counterfactuals. If we compare columns 1 and 2 in Table 8a , we observe that THA workers in the highest category group probably took the correct decision in choosing to work through a THA since -even though it would have been less likely to suffer a demotion (8.22% as opposed to the actual 39.94%)-their probability of achieving a permanent contract is much higher than the one they would have enjoyed by working on their own (17.09% as opposed to 10.06%). A similar result is to be seen in the case of a non-THA worker (columns 1 and 2 in Table 8b ): her probability of achieving a permanent contract would have been substantially larger if she had been hired through a THA (62.81% as opposed to the actual 5.56%). Moreover, non-THA individuals in this group would have more easily avoided movements down the skill ladder to an occupation requiring less skill than their previous occupation had they been hired through the intermediary (5.73% as opposed to the actual 8.21%).
As for THA workers in the Upper-Intermediate group, results are better than in case they had not been engaged by a THA, both in terms of exiting from a temporary contract and of avoiding occupational demotion (columns 3 and 4 in Table 8a ). However, results are not so favorable for the counterfactuals of non-THA individuals in this occupational level (see columns 3 and 4 in Table  8b ). Therefore, our predictions are not clear enough for this category level, a result which is also obtained when analyzing the Lower-Intermediate occupational group.
Finally, the performance of THA workers in the Low occupational group is always worse than that of non-THA ones. Had the former not addressed to the intermediary to look for a job, we note that both the counterfactual probability of achieving a permanent contract and that of occupational upgrading are substantially higher (16.09% as opposed to the actual 1.26%, and 23.28% as opposed to the actual 8.66%, respectively). Moreover, the performance of non-THA workers in this occupational group would have been worse than in case they had been engaged through the intermediary. These results show that low-qualified THA workers are being negatively self-selected.
Conclusion
This paper has examined one of the patterns of occupational mobility related to THA work in Spain. In particular, our emphasis has been on the extent to which THA-intermediated work allows individuals to achieve occupational upgrading. Our empirical testing of the dynamics of workers' occupational level has been undertaken in such a way as to take into account the possible existence of selfselection into THA-intermediated work. That is, we have developed a switching model which allows us to examine the use of THAs along with occupational transitions across jobs under the possibility that the assignment of individuals to THA and non-THA work is by self-selection rather than by random assignment.
We have found evidence that highly-qualified workers are positively selected compared to non-THA ones in Spain. The benefits for being engaged through this intermediary translates into an easier access to permanent contracts for individuals in this highest occupational category. On the contrary, results also indicate the existence of negative self-selection among THA workers in the lowest qualification group. Had workers from this category not been hired by a THA, they would have enjoyed a higher likelihood of both accessing to permanent contracts and of avoiding occupational demotion.
Interpreting our results in the framework of the demand and supply-side motivations for addressing to a THA, the THA screening role appears as a relevant determinant for high-skilled individuals to address to a THA, though not among the lowest qualified ones. Among the latter, therefore, other motivations instead of the screening THA services are under the use of this intermediary. Although more detailed work is needed in this area, our results may help to promote a recognition of the social value of Temporary Help Agencies. Even though the present paper has not focused upon the satisfaction displayed by workers who are in this type of employment arrangement, on the amount of wages or fringe benefits they may be receiving, or on the actual level of provision of social protections for these THA workers, we have offered one reason why THA work should be recognized as a valid form of employment in its own right, albeit one that is substantially different to the standard employment relationship. In particular, we have found that THA work should not be entirely relegated to a second-class status where temporary workers are doomed to occupational stagnation, because of reduced opportunities of advancement or little opportunity to use their skills at the workplace. Although this may be true for certain types of workers, as a general statement about the entire labour market, it is simply not true.
Appendix: Occupation category groups and explanatory variables
The four category groups are the following: High Occupation collects the three highest levels in the ranking, that is, 1 (ingenieros and licenciados), 2 (ingenieros técnicos, peritos and ayudantes titulados) and 3 (jefes administrativos and de taller). Upper-Intermediate Occupation collects levels 4 (ayudantes no titulados), 5 (oficiales administrativos) and 6 (subalternos). Lower-Intermediate Occupation collects levels 7 (auxiliares administrativos) and 8 (oficiales de primera and segunda). Finally, Low Occupation collects levels 9 (oficiales de tercera and especialistas) and 10 (peones).
The explanatory variables used in this study are the following ones:
• Gender: 1 for men and 0 for women • Employment duration: length (in months) of the actual employment spell.
• % THA contracts: percent proportion of the number of THA assignment contracts registered in each province and year corresponding to the beginning year of the employment spell.
• Gross domestic product (GDP) growth rate: for the selection (category) equations, this variable collects the yearly growth rate of the GDP for the beginning (ending) quarter of the employment spell.
• Unemployment provincial rate: for the selection (category) equations, this variable collects the unemployment rate for the province and the first quarter of the beginning (ending) year of the employment spell. Notes: Equations also include dummies for the specific occupations within each of the four groups. Notes: Equations also include dummies for the specific occupations within each of the four groups. Notes: Equations also include dummies for the occupations within each of the four groups, and for geographical zones (reference category: Madrid). Notes: Equations also include dummies for the occupations within each of the four groups, and for geographical zones (reference category: Madrid). 
Note:
Predicted probabilities are conditional in each panel on working through a THA and not doing so, respectively. The contrafactual probabilities are in italics.
